Diversity, Equity, and Inclusion as Action: Designing a Collective DEI Strategy with Library Staff by Espinosa de los Monteros, Pamela & Enimil, Sandra
/ 13 
From Diversity, Equity, and Inclusion in Action: Planning, Leadership, and Programming, 
edited by Christine Bombaro. © 2020 by Christine Bombaro. 
PAMELA ESPINOSA DE LOS MONTEROS 
AND SANDRA ENIMIL
INTRODUCTION
Diversity, equity, and inclusion (DEI) are both espoused values and acknowl-
edged gaps in the academic library and information science (LIS) professional 
community.1 As far back as 1920, the LIS community sought to diversify its 
workforce in order to better reflect the demographics present in our libraries, 
institutions, and communities.2 The American Library Association (ALA) rec-
ognizes diversity as a core value of librarianship, along with democracy, intel-
lectual freedom, the public good, social responsibility, and many other values.3 
Distinct DEI programs, established initiatives in codes of conduct, strategic 
documents, and stand-alone programs of library professional associations 
and library organizations in general are prevalent in library literature and on 
the websites of professional organizations.4 
However, decades of LIS research has regularly concluded that there has 
been “relatively limited progress” in advancing DEI.5 The inclusion of DEI val-
ues or the acknowledgement of DEI gaps on their own have not assisted in sig-
nificantly advancing diversity, equity, or inclusion in the profession. Indeed, 
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despite numerous efforts to address these gaps, ALA faced accusations of racial 
and gender bias during its midwinter conference in January 2019.6 The inci-
dent provoked demands for a response and for accountability from ALA and 
showed how EDI practices are dependent on more than merely the presence of 
codes of conduct, strategic documents, or individualized programming.7
REVIEW OF EXISTING DEI CHALLENGES AND SOLUTIONS
Values on their own do not automatically lead to a process of inclusion and 
equity within a system or institution. DEI efforts that focus on people’s beliefs 
or feelings or that engage in moral credentialing by calling out white priv-
ilege may miss the opportunity to examine and rectify repeatable patterns 
of human behavior within a human-created system that are perpetuating 
DEI gaps.8 Library staff seeking a transition from discussing DEI values to 
embedding them through strategic action have limited resources available in 
existing LIS literature. To date, scarce examples of empirically driven research 
on practical applications of DEI work in an academic library have been made 
accessible or reproducible by average LIS employees. Of the case studies avail-
able, few rely on experimentation or empirically collected data to objectively 
assess an increase of cultural competency in individuals, document changes 
in patterns of behavior, and/or demonstrate the effects on recruitment and 
retention of a diverse workforce, based on specific DEI library interventions. 
Case studies addressing DEI organizational development processes that 
address systemic DEI barriers are also missing. The overwhelming amount of 
DEI research available focuses on gaps, perceived or documented, in the pro-
fession, including issues of bias, racism, discrimination, and tokenism.9 How-
ever, defining a need is not the same as developing a solution. As sociologist 
Musa-al Gharbi notes, “Awareness of systemic racism does not cleanly trans-
late into actual behaviors that reduce inequality—neither does supporting 
racial egalitarianism through words, beliefs or feelings.”10 Will libraries face 
the challenge of addressing these gaps systematically through action to trans-
form library institutions to support the global communities we are now serv-
ing? Will the next decade of LIS DEI research address what works rather than 
what is missing? Research that goes beyond the study of representation in the 
profession by offering replicable models within the learning organization, or 
diversity models informed by broader DEI literature, is needed.11
Other significant gaps of LIS literature related to DEI can be found in case 
studies that focus on global citizenship, global information, and the role of 
international collections in advancing DEI, as well as the view of DEI outside 
of the United States.12 DEI work from a global perspective can support a more 
pluralistic approach and a better understanding of culture, social justice, and 
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the public good. Historically, LIS workforce recruitment has focused on people 
of color, particularly from the Black and Latinx communities. The profession 
must remember that there are many other ethnic and cultural minorities in 
other parts of the world that may not be included or represented in the United 
States LIS pipeline, on library diversity and inclusion committees, or on aca-
demic campuses. To have cultural competency is to seek to understand the 
cultures of our globalized world. It is important to remember that, like the 
United States, other countries have histories of discrimination, racism, and 
oppression. By studying the history of the world, we can tap into the collective 
wisdom of different cultures to advance cross-cultural exchange. By updating 
our global biases through more accurate and up-to-date information, it may 
also help to dispel the view of diverse populations as automatically disadvan-
taged or in need, which may lead to approaching DEI as a charity or through 
a savior mentality.13
Advancing DEI in libraries may involve specific difficulties, such as a lack 
of universally understood or accepted definitions around DEI concepts, includ-
ing the term “social justice.” The theory, terminology, research, and practice of 
DEI in higher education institutions and professional spaces are continuously 
evolving, requiring even the most proficient DEI experts to constantly adapt 
their methods, language, and understanding. In academic libraries, the lack 
of standardization surrounding DEI as well as its implementation is further 
complicated by the changing scope of librarianship. When library staff rede-
fine the scope of librarianship, they also are left to interpret how it aligns with 
DEI in their organizations, departments, and individual roles. An additional 
challenge facing DEI work is a lack of objective criteria or standards to assess 
whether DEI efforts are effective. DEI work also can be perceived as controver-
sial and politically and ideologically charged or motivated, as well as shallow 
and full of empty rhetoric used for compliance or human resource purposes. 
Unlike other areas of librarianship, DEI work is subject to the interpretation 
and perception of individuals who may have varying support, proficiency, or 
familiarity with cultural competency.
DEI gaps have real implications for daily library practices, policies, and 
systems shaping library organizations, professional culture, and future direc-
tions. Equitable library services for distinct user communities cannot be 
achieved or sustained without a dynamic and agile organization that can effec-
tively lead diverse groups of people. DEI gaps in policies or practices can affect 
a library organization in several areas, including one of the libraries’ core 
functions as information providers. In an increasingly interdependent world, 
it is imperative for libraries to support the exchange of knowledge produc-
tion from different communities. Libraries play a critical role in supporting 
global information flows that connect students and faculty to international 
scholarships developed by world citizens with distinct experiences. However, 
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libraries cannot collect, disseminate, teach, make accessible, or preserve what 
their organizations fail to value or prioritize.
In 2017, the Ohio State University Libraries (OSUL) adopted social justice 
into its strategic plan as one of its new organizational values, following the 
lead of other library institutions and associations. The introduction of social 
justice as a value may speak to an acknowledgement that, historically, library 
institutions have not always sought to support pluralistic communities and 
global information flows. However, what is meant by social justice, particu-
larly in an academic library setting, remains unclear. The addition of social 
justice as a value can be received by staff with mixed reactions.14 Some may 
welcome its inclusion because they recognize libraries as a place where social 
justice is inherent. Others may find the term confusing or politically charged 
and struggle to see its relevance in an academic library. Still others may be 
concerned about eroding or diluting the true meaning of the phrase. What will 
the library community define as “justice,” especially through a global lens, and 
more important, what is the appropriate methodology to support this work? 
When the goals and objectives of a librarian’s work are not explicitly 
defined, library staff must rely on the subjective and ideological interpreta-
tions of organizational members. Individual efforts, however capable, negate 
the real collective action and resources required to rectify systems, narratives, 
and institutions built with values and objectives that do not prioritize diversity 
or inclusion. In the article “The Rise of Social Justice as a Guiding Principle,” 
Jaeger, Shilton, and Koepfler discuss the reevaluation of social responsibili-
ties born of cultural heritage institutions and others in the library and infor-
mation science professions.15 Through an understanding of how information 
intersects with social justice, it becomes even more critical to agree upon a 
common definition.16
EDI@OSUL PROJECT
In response to these challenges, OSUL has created the EDI@OSUL Project. 
The project is an action-based response developed to interrogate the addi-
tion of social justice to the values of an academic research library. The con-
ceptualization of EDI@OSUL is based on three approaches to DEI work; these 
approaches are the result of twenty-one years of collective professional expe-
rience amassed by the pilot developers, who have led cross-cultural teams 
at the local, national, and international level. These approaches are: DEI is 
action; DEI practice is the work of the many, not the few; and diversity drives 
innovation. Workshops have been designed with a curriculum intended to 
assist organizations in transitioning from discussing values to embedding 
them with strategic action. These workshops are led by institutional leaders 
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from different backgrounds, career levels, and library units with varying lev-
els of expertise and experience around DEI. The model is inclusive, applicable, 
and accessible to participants with various degrees of cultural fluency to start 
conversations about implementing strategic values such as DEI definitions 
and value, existing DEI practices and gaps, and DEI organizational priorities.
The workshop series seeks to explicitly define what DEI values will mean 
in day-to-day organizational practices. The initiative is designed to create a 
broad collective framework that will bring the objectives of equality, social 
cohesion, and social inclusion down to the level of the individual, department, 
and organization. It is an alternative response to DEI ideology that is focused 
on power dynamics between majority and minority groups, or that centers 
exclusively on intersectionality.17 Instead, the project defines DEI work as 
iterative action that leads all individuals of the organization toward devel-
oping cultural competency and creating methods that advance collective DEI 
throughout the organization. The project speaks from the philosophy that, 
theoretically, DEI librarianship can be many things, but as action, DEI work 
quickly reveals its underlying values, explicit or loose definitions, and overall 
purpose. DEI action is what advances DEI, not value statements, beliefs, or 
social posturing.
Before the EDI@OSUL Project, DEI programming at OSUL was disorga-
nized and unevenly distributed. Much of the traditional DEI work at OSUL 
had been facilitated by external consultants, internal library advocates from 
minority cultures, allies of underrepresented communities, and members of 
the organization’s diversity and inclusion committee through programs and 
initiatives, such as training in human resource recruitment and retention 
practices, diversity residency programs, and cultural and outreach programs 
targeting special populations. The DEI work was completed on a volunteer 
basis by employees who had other professional responsibilities, and the bur-
den was disproportionately distributed to the minority workforce and to 
allies. Minority workers were disproportionately assigned to DEI initiatives 
or efforts without checking to see if they were interested in participating 
in this work. As a result, many minority leaders often excluded themselves 
from programs due to their disagreement with the organization’s compul-
sory inclusion of shallow DEI efforts. In addition, all DEI work was evalu-
ated in the same way, despite its level of complexity, depth, or impact. The 
two most successful and well-known DEI strategies were the Diversity Res-
ident Program and the libraries’ Inclusivity, Diversity, Equity, Accessibility, 
and Social Justice Committee (IDEAS, formerly the Diversity and Inclusion 
Committee). The EDI@OSUL initiative cofounders saw the limitation of these 
traditional avenues and wanted to pursue DEI as a collective effort to relieve 
the dependency of DEI from employees from minority communities or com-
mittee leadership.
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In addition to resolving a work capacity issue, the initiative aimed to 
increase the number of resources required to bridge DEI gaps in a large orga-
nization. Unfortunately, the work of a few, however strong and effective that 
work may be, is not enough to sustainably implement systemic change. As 
Musa al-Gharbi concludes, “isolated, sporadic, or short-term efforts” are not 
sufficient in changing behavior patterns of individuals within a system or to 
allocate the necessary resources to support DEI efforts.18 In order for DEI to 
advance and be sustainable, DEI efforts, like anything else, must be depen-
dent on people and resources to create change. To support this end, the initia-
tive reframed DEI work as the work of the entire organization. This approach 
to DEI occurred as the organization sought to expand its commitment to DEI 
while adopting social justice as a new value.
EDI@OSUL project leaders determined that one way to effect change was 
to facilitate conversations with departments and units that would help staff to 
recognize and implement DEI as action. To do so, we solicited the assistance 
and expertise of a diverse team of staff members willing to facilitate workshop 
sessions and interested in advancing DEI as action. To give the initiative orga-
nized structure, the libraries’ IDEAS Committee served as the governing vehi-
cle to implement some of the ideas garnered throughout the pilot initiative. 
Other libraries could then cultivate partnerships within and outside of the 
institution to find individuals who could advance these conversations in their 
organizations. In order to move those ideals forward, the EDI@OSUL team 
articulated the following objectives: facilitate meaningful DEI conversations 
with library staff in order to inform and design a collective organizational 
DEI strategy, support group ideation and conversations that would generate 
action-driven and practical application of DEI in the library, address cultural 
competency from a global lens, and demonstrate how DEI work is the work of 
everyone in the library.
The goal of the initiative was to move the conversation on DEI in the LIS 
profession from challenges or complaints to actionable solutions to identify 
organizational roadblocks, and to determine or define organizational priori-
ties. The workshop presupposes that DEI gaps can be addressed by individuals 
from minority and majority groups working together to identify, strategize, 
and act to resolve an issue that includes advocating for the necessary resources, 
expertise, and people to do the work. Participants collaboratively design DEI 
ideas that can be accomplished in the existing organizational setting. Special 
attention is given to the tone and hosting of the participants throughout the 
session to encourage individuals to contribute their comments, questions, and 
voices of dissent. The workshop does not center conversations on privilege, 
divide participants into majority or minority classes, call out or shame partic-
ipants for their level of cultural proficiency, assume a political ideology of the 
participants, or support indoctrination or preaching of DEI values. Instead, 
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to make the connection to systemic and structural change, the workshop asks 
participants to speak from their unique positional perspectives about oppor-
tunities and possible gaps in the organization and its work that may limit ser-
vices and outreach to diverse communities.
Rather than focusing on unequal distributions of power, bias, or histor-
ical discrimination, the work stresses that any perspective originating from 
isolation or a homogenous group can fall victim to groupthink, which may 
lead to blind spots and inequitable or fragmented decisions or assumptions. 
The initiative advances the idea that DEI work is best done when different 
voices are represented, including those from minority and majority groups. 
Instead of starting with demographic representation in the organization, par-
ticipants are asked to assess the culture of the organization to seek out the 
opinions of individuals working in different roles, departments, and areas of 
the library, and what about those opinions are important.
The workshop seeks to address DEI challenges like any other work 
problem—by using ideation, planning, follow-through, and assessment. 
By asking participants to articulate actionable or practical applications of 
advancing or addressing challenges of DEI in the organization, the importance 
of approaching DEI advocacy as action can be demonstrated. The workshop is 
designed to meet participants where they are and encourage their development 
as DEI advocates. Additionally, participants learn that DEI is an attainable skill 
that all staff members can benefit from developing and practicing. Through its 
curriculum and facilitators, the workshop models open inquiry and viewpoint 
diversity within a community of learning.19 Samples of EDI@OSUL training 
materials can be found at the end of this chapter.
Over the course of the academic year, pilot team members worked in 
pairs to lead workshops and subsequent discussions, which included up to 
twenty participants at a time. At each workshop, the pilot team documented 
observations and collected qualitative data from participants based on 
self-assessments and group discussions that emphasized action-driven appli-
cations of DEI concepts at the individual, departmental, and organizational 
level. As part of the initiative, participants were asked to view DEI through 
the lens of their positions, their work, their departments, and their vision 
for OSUL as a whole. The workshops gathered faculty and staff input on DEI 
goals, priorities, and bottleneck areas that can inform collective strategies 
for OSUL’s diversity, equity, inclusion, accessibility, and social justice work. 
Throughout the workshop, participants had opportunities to generate ideas 
that would inform actionable programming and initiatives that OSUL could 
use to promote and enhance a strategic vision of DEI.
The workshop calls on participants to build a common language and to 
collaborate on a common DEI vision that thoughtfully prioritizes and explic-
itly defines this type of work. It opens by having participants reflect on the 
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types of users and community that are a part of the academic campus. Real-
life examples of diverse users in library spaces are introduced, such as a stu-
dent veteran with a traumatic brain injury seeking support with instruction, a 
student in a wheelchair juggling their lunch at a library cafe, an international 
student responding to an active-shooter text, and a group of Muslim students 
praying with their backs to a wall of glass, perhaps assuming privacy in what is 
an open and public space. These examples show the breadth of DEI in a library 
context and a wide variety of needs. The examples also show that, in such 
instances, identification as a minority and/or embracing DEI as an ideological 
value would on its own be insufficient to respond to these distinct users.
The workshop adopts a broad view of diversity that includes invisible 
characteristics and traits. Accepting the definition of diversity as “accounting 
for the differences that may exist between people and among groups of peo-
ple,” as well as placing a positive value on those differences, is critical. 20 The 
definition of diversity also builds on the work of Peter Hershock, who con-
trasts diversity with variety.21 The workshop invites participants to see diver-
sity as more than the co-existence of difference, especially in regards to those 
who look different than the majority group, but rather as an interdependent 
ecosystem that is sustained by the quality of relationships built between dif-
ferent types of people.22 This part of the presentation builds on research that 
finds the benefits of diversity to be dependent on an organizational culture of 
inclusivity.23
Systems thinking is introduced in the workshop to help analyze DEI 
and the goal of social justice as a means of removing institutional barriers 
of inequality. Participants are asked to consider the importance of creating 
work projects and tasks with conditions in which all users can thrive, instead 
of using a one-size-fits-all approach. In one such presentation, these concepts 
are introduced through insightful and humorous cartoons and artwork that 
showcase situations where resources and/or the abilities of all participants 
performing the tasks were not considered. Teaching concepts through com-
ics and visuals helps to address difficult topics through humor and fictional 
characters rather than demographic information that automatically may elicit 
ideological, emotional, and/or politically charged responses.
The workshop provides space for employees to participate in a group dis-
cussion during which they are asked to generate ideas for explicit DEI actions 
and priorities. Questions were designed collectively with the initiative’s team 
to solicit feedback on critical areas of DEI. The workshop questions are flexible 
but allow participants to scrutinize specific DEI areas. Questions that gener-
ate discussion include:
 ▪ What does it mean to you to have an inclusive, equitable, and 
diverse organization?
 ▪ What are ways you can personally advance equity, inclusion, and 
diversity in your department?
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 ▪ What have been OSUL’s biggest challenges in advancing EDI 
efforts? What are the library’s gaps in resources for supporting 
EDI?
 ▪ What EDI-related programs, activities, or training have been 
successful and have made a positive impact toward EDI’s organi-
zational goal?
The EDI@OSUL pilot initiative ran during the 2018–2019 academic cal-
endar. Seven workshops were provided, reaching a total of 125 participants 
from across twenty-five departments in the organization. Workshops were 
offered to library departments, working groups, committees, and individual 
employees on a voluntary basis. Approximately twenty-five units and depart-
ments participated in the initiative. The workshops lasted two hours and were 
conducted at three library locations. Morning and afternoon workshops were 
offered to accommodate employee schedules. Each workshop was facilitated 
by a lead presenter, supporting cofacilitator, and observers who took notes 
throughout the workshop.
Influenced by the project leaders, who were immigrants or children of 
immigrants, the workshop introduced global perspectives through the facili-
tator’s introductions of diverse campus groups, such as international students 
and faculty, with whom they were familiar. Additional facilitators brought dif-
ferent perspectives, comfort, and degrees of experience in facilitating conver-
sations around DEI. They were enthusiastic volunteers and quickly agreed to 
serve. At the beginning of the training process, facilitators were asked to read 
DEI texts, watch videos, and review materials, as shown in table 2.1. Then they 
were asked to put details of their own personal lives and journeys into the pre-
sentation in order to generate discussion. Facilitators introduced themselves 
and their identity, what motivated their interest in advancing DEI, and how 
they currently supported DEI work. At that point, facilitators then disclosed 
aspects of their private selves (information about their personal life that could 
not be discerned visually) that helped to expand on their identity and point of 
view. These introductions brought a complex view of identity that served to 
expand and challenge narrow demographic categorizations and dispel stereo-
types of both majority and minority groups. The project leaders felt strongly 
that aspects of vulnerability on behalf of the facilitators would make for richer 
discussion during the workshop, as this strategy helped avoid engaging in 
sharing activities that might have made participants feel uncomfortable. While 
participants were not necessarily tasked with providing insight into their lives, 
the openness of the facilitators brought forth the realization that diversity 
comes in many forms. It also challenged the assumption that minorities have 
the most to contribute to this space or that they are the only ones who can.
EDI@OSUL received significant administrative support through project 
management and communication. The project included the support of the vice 
provost and director of university libraries, as well as an associate director who 
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TABLE 2.1
EDI@OSUL facilitator training materials
The following readings and films were required of the EDI@OSUL project facilitators for 




Thomas, David C., and Kerr C. Inkson. 
Cultural Intelligence: Surviving and 
Thriving in the Global Village. Oakland: 
Berrett-Koehler, 2017. 
 ▪ Chapter 1: “Living and Working in the 
Global Village,” 1–17 (skim)
 ▪ Chapter 2: “Cultural Knowledge,” 18–39 
(read)
Video:
Middelton, Julia. “Cultural Intelligence: 
The Competitive Edge for Leaders.” 





 ▪ What is your flex and what is your core?
 ▪ What are the core areas of the organiza-
tion and areas that are flexible? Are there 
areas in the organization that would 
benefit from greater flexibility? If so, 
which ones?
 ▪ How can we productively learn and share 
our core/flex areas in the workplace?
 ▪ The speaker asserts that cultural intelli-
gence is more about understanding your 
own culture (when it helps you, when it 
hinders you, when it causes other people 
problems or misses opportunities). Do 
you agree/disagree with her premise?
Week 2
Read through the following article and 
select an additional article related to EDI in 
the LIS field:
Semenza, Jenny Lynne, Regina Koury, and 
Sandra Shropshire. “Diversity at Work 
in Academic Libraries, 2010–2015: An 
Annotated Bibliography.” Collection 
Building 36, no. 3 (July 3, 2017): 89–95. 
https://doi.org/10.1108/CB-12-2016-
0038.
Article of your choosing.
Video:
California Memory Project. California 
Library Leader Memory Project— 
Jose Aponte, 2014. https://vimeo 
.com/114496091.
Reflection questions:
 ▪ What is the role of communication in 
reaching different audiences? 
 ▪ How does our organization adjust to and 
reach diverse colleagues and users?
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Week 3
Book:
Thomas, David C., and Kerr C. Inkson. 
Cultural Intelligence: Surviving and 
Thriving in the Global Village. Oakland: 
Berrett-Koehler, 2017. 
 ▪ Chapter 8: “Developing Cultural Intel-
ligence in an Interconnected World,” 
136–58 (read)
Video:
Pelligrino Riccardi; TedXBergen. “Cross 




 ▪ How does our perception of ourselves 
and others affect how we treat and inter-
act with others? How do our perceptions 
influence our ideas of what is accepted 
or familiar?
 ▪ How do we react to situations that are 
unfamiliar and new at work? What tools 




Thomas, David C., and Kerr C. Inkson. 
Cultural Intelligence: Surviving and 
Thriving in the Global Village. Oakland: 
Berrett-Koehler Publishers, Incorporated, 
2017.
 ▪ Chapter 3: “Mindfulness and Cross- 
Cultural Skills,” 40–57 (read)
Video:
Wilson, Theo E. J. “A Black Man Goes 





 ▪ How do we react to information and in-
dividuals that express views we disagree 
with or believe to be wrong? Do our 
current reactions help or hinder us to 
interact with different types of people? 
What are some best practices for active 
listening?
 ▪ What is the role of compassion, patience, 
and forbearance in helping to engage in 
meaningful dialogue with different types 
of individuals?
 ▪ How can we help others to engage in 
courageous conversation to build bridges 
for real people in real life?
 ▪ How can we help others see people as 




Thomas, David C., and Kerr C. Inkson. 
Cultural Intelligence: Surviving and 
Thriving in the Global Village. Oakland: 
Berrett-Koehler, 2017. 
 ▪ Chapter 7: “Working with Multicultural 
Groups and Teams,” 117–35 (read)
No reflection questions.
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signed on as an executive sponsor. Coordination of the workshop was critical 
to the initiative’s overall success. The initiative benefited from the presence 
of an administrative project leader, who scheduled workshops according to 
the needs of specific units. The positional power of the administrative leader 
helped add legitimacy to the workshop and guarantee a response from partici-
pants. This assistance was invaluable in allowing the project to move from con-
cept to execution. The support also extended to flexibility in scheduling and 
participation in the workshops. The project leaders were aware that the time 
commitment and resources required for all involved would be substantial. To 
have meaningful and transformative DEI, the work requires the same amount 
of administrative support and infrastructure as any other work product.
In addition to human resources and institutional support, there was also an 
emotional investment for those involved. Every member of the team brought 
with them a certain level of social capital that allowed them to effectively par-
ticipate in this initiative while also performing their assigned work duties.
CONCLUSION
There is a need in the LIS profession to focus on closing the gap between values 
and practice. Replicable DEI models that address systemic DEI organizational 
barriers and that can be enacted by average LIS employees are needed. Librar-
ies are uniquely positioned to drive the conversation in a meaningful and sus-
tained way by seeking out the perspectives of their staff members rather than 
relying on one committee or individual members interested in DEI. Tasking 
all library staff with the opportunity to think about and work through DEI 
challenges and opportunities promotes growth within the system and gives 
librarians and library staff members the chance to tap into problem-solving 
skills they already have.
The emergence of social justice as an LIS value challenges the library to 
navigate new DEI initiatives that are inclusive of global viewpoints and dif-
ferent levels of cultural fluency to help meet the broader goals of attracting 
DEI allies from all areas of the organization. The success of DEI initiatives 
is dependent on institutional support and resources to close the gap. This 
chapter explains one method in which librarians have collaborated to reframe 
library discussion about DEI from values to actions. EDI@OSUL focuses on 
creating actionable goals to move the organization forward. The road to the 
creation of this workshop was fraught with challenges. The lessons learned, 
however, were valuable and should help those at other institutions who 
choose to embark upon similar projects.
The EDI@OSUL initiative attempted to reframe DEI work as actions 
informed by values. The initiative attempted to push participants to recognize 
that embodying DEI values is not the same as adopting them as ideology. As 
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the authors of the “Virtuous Cycle Revisited” point out, it is much harder to be 
equitable than to say you are committed to the value.24 The initiative sought 
to re-center DEI conversations to focus on DEI practice instead of beliefs by 
facilitating exercises in which participants are directed to explicitly determine 
how DEI will be approached from their role, unit, or department, and by the 
organization. Through this model, participants generated ideas and priori-
tized solutions and actions for addressing DEI in an appropriate context at 
the local organizational level by collectively reflecting on DEI values, DEI defi-
nitions, existing practices, and gaps; this was done in order to generate ideas 
of practice that may shape future organizational DEI strategies.
In addition to supporting the generation of DEI organizational prac-
tices, the initiative sought to convey the message that DEI can and should be 
advanced by all members of the organization. The initiative dispels the myths 
that DEI should solely be the work of people of color, DEI leaders, or a DEI 
committee. In order to support the entry of new DEI allies, the initiative is 
designed to be accessible, inclusive, and applicable to participants with varying 
levels of cultural fluency. The initiative’s curriculum also explicitly recognizes 
the difficulty of mastering cultural proficiency as a skill that is learned and 
continuously strengthened by individuals from majority as well as minority 
communities. The framing of cultural competency as an obtainable skill, inde-
pendent of identity, assists in creating a community of practice within the 
workshop where employees are encouraged to develop cultural competency 
skills while providing opportunities to practice them.
The initiative presupposes that DEI practice, design, and methods emerge 
in an iterative fashion and are best developed from within diverse groups. The 
design of the workshop is influenced by the empirical work on collective rea-
soning by Cass Sustein, who found that groups do better than individuals in 
addressing questions, even in situations when no one may know the answers.25 
For this reason, the initiative seeks to bring library personnel together to col-
lectively reflect and discuss how DEI resides within the organization. The suc-
cess of the pilot at OSUL has led to organization members enacting their own 
DEI projects within their units and departments. The EDI@OSUL initiative 
provides a replicable model for librarians seeking to advance DEI and leaders 
from where they are.
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